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CHAPTER I 
INTRODUCTION 
In the last two decades there has been an increasing interest in 
.America' s natural resources . The nation has learned to appreciate the 
energy it has and enjoys today because of the shortages and higher 
prices that have been paid for products and services. Likewise atten-
tion is also being paid to the crnmtry's hum:m resources. Since hum:m 
resources are one-third of a corporation's resources (rroney and physical 
facilities being the others), the importance and value of corporate man-
power is being realized (Craig, 1976). 
Demand for the highly specialized and highly technical manpower 
needs has been intense. The costs involved in recruiting, hiring, re-
locating and training new employees have begun to concern company 
management. Society as a whole has become less oobile and therefore 
organizations are becoming oore concerned with utilizing and developing 
the talent available to them within their own organization. 
The character and makeup of today's employee has also changed the 
organizational view of a company' s human resources . Today' s employees 
are sophisticated and involved in their own career development with a 
canpany. They are in IOC>re control of their own careers and vvant the com-
pany to provide choices, not dictate what IOC>ves they should make (Hill, 
1976). 
With these environmental and psychological factors influencing the 
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workjng world, it has become important for organizations to identify and 
develop their human resources. Companies that hold leadership positions, 
or wish to becon:e leaders in their field in the next decade, will be 
those who acknowledge the importance of their human resources. 
Career development programs enable employers to identify and develop 
their employees' skills. The programs also allow the individual employees 
to develop their own interests, abilities and skills, while still meeting 
the canpany's goals ai1Ci objectives. c.ompanies have begun to expand their 
role in helping employees develop their careers by offering a wide variety 
of programs which will enhance the growth of the individual, and meet the 
organizational human resource needs. 
Statement of the Problem 
The specific problem with which this study dealt was the lack of 
knowledge relative to the types of career development programs being 
provided by Tulsa companies with 750 or TIK)re employees. 
Need for the Study 
Limited research has been conducted in the area of career develop-
ment programs. The study could provide inforrretion to the Tulsa business 
ca:rm.mity on 'What career development programs are being offered. It also 
could contribute an exchange of ideas between companies and confirm the 
positive implications career development programs can have on the 
employer and employee alike. 
Purpose of the Study 
The purpose of the study was to survey the career development 
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programs in Tulsa companies that have 750 or rrore employees to detennine 
what types of programs were being provided for e:nployee career develop-
ment. It was hoped that this paper would help organizations interested 
in establishing or expanding career development programs learn 'What other 
organizations were doing, what types of programs were in effect and how 
they were managed. 
This study sought to answer the following questions: 
1. What career development programs exist in Tulsa organizations? 
2. What types of programs are under consideration for implementa-
tion? 
3. Do companies encourage their employees to participate in "outside" 
career development programs and are employees allowed to take time off 
with pay to attend these? 
4. What level of support from managen:ent do career development pro-
grams receive? 
5. What departments and individuals are involved in administering 
the career development programs? 
6. HowIIIl.lch rroney do companies actually budget for employee career 
development? 
7. What are the reasons companies provide their existing career 
development programs? 
Objectives of the Study 
The objectives of this study were: 
1. To gather data on career development programs in companies with 
750 or more employees; 
2. To identify existing programs provided to employees; 
3. To identify programs employers are planning to implement within 
the next two years; 
4. To examine the level of support existing career development pro-
grams receive from management. 
Scope 
This study included only Tulsa companies which had 750 or nnre 
errployees. 
Limitations of the Study 
The study was conducted under the following limitations: 
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1. The study is li.tlri.ted by t~e size of the sample. There are 39 
companies in Tulsa with 750 or nnre errployees as identified by the Tulsa 
Metropolitan Chamber of Corrrnerce listing of Tulsa's Largest Employers. 
2. Limitations inherent in the questionnaire tec1:mique. 
Assumptions 
Tne greater the number of employees the employer has, the nnre 
likely the employer is to have career development programs. 
Definitions 
The following tenns have been defined for use in this study: 
Career Developrrent Programs · - refers to any program provided to help 
employees identify, establish or gain direction in their career decisions. 
Internal Job Posting - publicly advertising job vacancies within the 
organization. 
Career Planning - programs and actions which focus on the indivi-
dual's needs, abilities, aspirations and goals in a competitive social 
and business system. 
C.areer Pathing - Storey (1977) defines career pathing as the iden-
tification of career directions, sequence of events, and career endings 
for selected individuals to meet organizational needs or preferences. 
Exempt Employee~ - refers to salaried, professional employees. 
Non-Exempt Employees - refers to clerical or hourly wage employees. 
Organization of the Study 
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Chapter I introdµces the study by presenting the statement of the 
problem, need for the study, purpose, objectives, scope and lhllitations, 
assumptions and definition of terms. Chapter II includes a review of 
related literature concerning current career development programs, the 
role of the employer, and the implications of these programs to business 
today. Chapter III reports the procedures utilized in this study, inclu-
ding the selection of cornpanies, collection of data and analysis of data. 
Chapter IV presents the findings of the study, while Chapter V contains 
a sUITIIE.ry, conclusions and recorrrnendations for further research and 
practice. 
CHAPTER II 
REVIEW OF LITERATURE 
This chapter reviews the literature in the following areas: 
1) Career development programs (CDP) currently being offered in organi-
zations today; 2) the role of the employer in career development pro-
grams; 3) the role of the employee in his/her own career development; 
4) the implications and impact career development programs have on the 
employer. 
Current Career Development Programs 
Career development in organizations is represented in a wide variety 
of programs and services available to employees. It is not always syno-
nyrrous with upward nobility, for only a few employees make significant 
upward strides. Rather career development is more corrparable to the idea 
of planning, growth and development, which is for everyone. Thus one ob-
jective of career development encorrpasses both the organizational needs ' 
for manpower planning and the individual's needs for learning, growth, 
satisfaction and self-actualization (Craig, 1976). 
· Career development programs may include internal job posting, life/ 
career planning and counseling, assessment centers, and organizational 
development programs. Career development may also include career paths 
or ladders, pre-retirement counseling, outplacement counseling and skills 
inventories, just to name a few. 
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Career developrrent at American Telegram and Telegraph (AT&T) includes 
many types of programs directed to both individual and organizational de-
veloprrent. AT&T does not have a centralized area for cmmseling, but 
various types of counseling are offered from areas that include Personnel, 
Employment, Staffing, Training and Development, and Education (Cohen, 
1977). 
Tuition aid and professional development requests are handled by 
educational counselors. Im. employee who is dissatisfied with his or her 
job, or who has job related problems, may receive guidance from the de-
partment in Personnel concerned with job changes or prorrotions. The 
Training and Development area gives in-house courses for management and 
non-management employees on time management, cOITlTilillication skills and 
technical subjects for secretarial training. The Benefits DepartJ:nent 
advises people who are about to retire about benefits due at retirement, 
but there is no formal pre-retirernent workshop. The AT&T Assessment 
Center helps select people to move up to managerrcnt levels, but no fonna.l 
career pathing or guidance exists (Cohen, 1977). 
Citicorp has a career development program for professional employees 
called the Official Placernent and Transfer Service (OPI'). The function 
of OPT is to match people who want new jobs with job openings within the 
organization. It also serves as a rrechanism for intergroup transfers. 
Employee counseling is available in several areas·: a) self-assessment 
(skills identification); b) how to market oneself (job market infonna.-
tion), interviewing skills, resu:ne writing); and c) how to search for a 
new job (Cohen, 1977). Counseling is usually done individually, but small 
group sessions or workshops may be utilized, depending on subject matter. 
A separate career development program exists for nonprofessional 
staff members who have college degrees and desire career growth. This 
program offers assistance in career planning and includes workshops in 
self-awareness and skills assessment (C,ohen, 1977). 
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Outplacement col.filSeling for tenninated employees, staff advisory 
services for all types of general and educational infonnation are offered 
to employees. Senior manpower planning review for executive manpower 
plann:ing and development are also offered by Citicorp (C',ohen, 1977). 
General Electric (GE) does not provide a s:ingle standardized approach 
to career planning and development but "MJrks to incorporate these concepts 
as a part of everyday management style. The focus at GE is on a "self-
directed career planning" program where the individual is seen as actually 
initiating and being responsible for his own learning, the organization 
providing the resources and stimulus (Storey, 1977). Workbooks have been 
designed to help the individual deal with life/career planning issues. 
Career planning is also introduced into several management education 
programs. GE has an annual manpower review process which includes discus-
sion of perfonnance, career interests, developmental needs and career 
direction projections (Storey, 1977). 
General M:>tors Corporation (G:1) has a career developrrent program 
open to all employees, exempt and non-exempt. Internal and external pro-
grams are used to assess the skills, interests and abilities of the par-
ticipants. Career development "MJrkshops are offered :in areas such as 
career goal setting, personal interests and skills assessment (Cohen, 
1977). 
GM' s plan is implemented by the employee and his supervisor with 
administrative support offered by Personnel. The supervisors provide 
job infonnation, while fonnal col.filSel:ing is provided by local agencies 
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or educational institutions. A career development guide is available 
which contains infonnation on the types of work available in the company, 
and advice on establishing career goals . GM also has a ''Careers in 
}'T..anagernent" program to help individuals plan for supervisory positions, 
and a skills inventory bank for management's identification of individual 
potential (C.Ohen, 1977) . 
.Ameri Trust, a major bank in Cleveland, Ohio, provides a multi-
faceted career assistance program. The program includes self-assessment, 
goal setting counseling, and has a strong policy on prorr0ting from within 
the canpany. One-to-one counseling and extensive four-week career coun-
seling workshops are also available. Part of the career program is the 
training of supervisors on how to assist employees as they prepare to 
assess their skills and the training of personnel staff in career coun-
seling. A comprehensive transfer program alldws employees nobility 
throughout the organization, and an outplacement program handles rrove-
ment outside the organization. Performance appraisals are also seen as 
a valuable part of the career assessment process (Hastings, 1982). 
Employee developrrent planning is seen as a shared responsibility of 
the employee and bis manager at International Business M:l.chines (IBM). 
:M:magers are responsible to aid employee development through discussions, 
planning, follow-up and feedback. These discussions take place at least 
once a year and are designed to help the employee understand his interests, 
relate his interests to IBM's goals, and to create a realistic development 
plan. An employee development planning guide has been designed as an aid 
in this process . Workshops and seminars are offered in areas such as 
personal development, car~er/life planning, career management, and deci-
sion-m'3king skills. A self-assessment v;orkbook is also available to 
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employees. Pre-retirement -oorkshops are held and some divisions of IBM 
have a skills inventory. They also have a system where employee transfer 
requests are handled (Cohen, 1977). 
One of the first pilot career planning projects was developed at 
the Lawrence Livenmre Laboratory in California. The organization's 
approach is personalized with the emphasis on self-assessment as the 
basic step in career planning. Lawrence laboratory offers a series of 
vx:>rkshops to anployees which include personal assessment and defining job 
skills. Workshops in improving self-esteem, assertiveness training and 
decision-making skills are offered. Individual counseling, evaluation 
and follow-up programs are also available (Knowdell, 1978). 
Union C.arbide Corporation's Chernicals and Plastics Division offers 
a variety of career development programs. A college infonnation day 
program is designed for non-exempt personnel to provide academic infor-
mation and cmmseling. A career review process is used for exempt 
personnel and ne;v employees to review career options and goals. Career 
planning workshops are also held for non-exempt employees to assist them 
in identifying their skills, interests and values, and to provide oppor-
tunities to match these with realistic job opportlmities. Individual 
col..filseling is also available if current job development is desired. 
Supervisors workshops are available to train supervisors with skills 
such as listening techniques so they will be able to provide a suppor-
tive listening envirorment for their employees. A skills inventory is 
available and used for manpower plannillg to detennine trallling needs. 
A career pathlllg program is in the process of development. Career 
ladders will be developed to indicate the skills and behaviors needed 
for a specific job (Tramnell, 1980). 
11 
Xerox C.Orporation has a four-stq.ge process for career development. 
Self-awareness workshops are available which include self-analysis work-
books and goal setting. The Career Infonnation Center provides a video 
tape library with tapes on the employee's and manager's roles in career 
planning and the organizational philosophy. Infonnation is also available 
in special interest areas such as job, families, minorities and politics. 
Motivational cassettes, college brochures, training catalogs and job 
postings are also available (C.Ohen, 1977). 
The next step in Xerox's program is self-analysis. C.Ounseling at 
this point is provided by employee relations managers. At this time 
goals and interests are reviewed in light of realistic possibilities. 
The final step is the development of an action plan by the counselor and 
the employee (Cohen, 1977). 
The Role of the Employer in Career 
Development Programs 
Employers find themselves asSlDTiing a IIll.lCh stronger role for their 
employee's career development than they have taken in past years. Or-
ganizations contirn.te trying to cope with manpower problems such as the 
shorter work week and job obsolescence caused by technology and the 
knowledge explosion. These problems are even IIDre accentuated by a 
desire on the part of employees to actualize their own potential and 
take charge of their own careers. These issues speak strongly to the 
progressive organization desiring continued growth and high productivity 
from its employees. 
While a number of organizations have taken steps toward 
assuming a major role in assisting employees in career 
planning, there remains a concern with many employers that 
the needs of the organization may be undennined by focus-
ing on the needs of individuals. Research in this area 
denies any incompatibility of these needs and indicates 
that an effective organization is currently defined as 
one that maximizes both task and social-errntional (peo-
ple) ftmctions simultaneously (Hanson and Allen, 1976, 
p. 13). 
12 
M:3.nagement's role in career development is considered fran a variety 
of aspects: 
:Management has an inl>ortant responsibility in career 
development. People are the ultimate source of organi-
zational renewal. In order to attract and retain well-
qualified talent in this age, When so many choices are 
open to them, long-tenn. interest rather than short-tenn. 
exploitation must be demonstrated. 
Management has the direct responsibility for causing 
employees to understand how necessary it is to do career 
planning. They ru.st not only devise a means of alerting 
employees to the acceleration of change in job content 
and in job entry requirements, but also to the emergence 
of new career tracks and the potential obsolescence of 
current career tracks. 
Since manage:nent bears Till.lch of the rewards in this 
area; therefore, it is only just that it bears the pri-
mary responsibility for providing the conditions that 
will facilitate employee career development (Hill, 
1976, p. 14). 
There are a variety of potential benefits for the organization Which 
practices effective career development in behalf of its employees. These 
benefits include effective employee utilization, increased productivity, 
better employee adaptability to the organizational changes and needs, 
increased stability of the workforce, cornpetitiveness in the marketplace, 
and compliance to goverrnnent mandates. 
It should be recognized that career development nust not only be 
a responsibility of management but must have support from senior line 
management of an organization. It nust fit the nature of the business, 
its cornpetitive employment practices, the organization's structure and 
management personality (M:>ravec, 1982). 
Overall strong management responsibility for career development is 
seen to produce long-lasting results: 
The employer who feels that today's labor is an invest:nent 
in tomorrow, 'Will develop employees who produce llDre, have 
greater loyalty and work harder than employees who consider 
their jobs only a series of finite tasks and processes or 
as stepping stones from one life status to another (Kay, 
1976, p. 23). 
The Role of the Employee in His CMrl 
Career Development 
Changing fi.:mdarnental social developments are erasing the f or:rrer 
popular mentality of "let the company take care of you". Leider (1976) 
states: 
Factors such as changing technology, increased longevity, 
higher education levels and subsequent job expectations, 
llDre family affluence and working 'Wives, earlier retire-
m2nts, obsolescence, mergers, reorganizations, shorter work 
weeks and llDre leisure time have opened up more alternatives 
for career change. From these perspectives individuals and 
institutions face changes which dwarf any we have known in 
our industrialized society to date. We face the challenge 
of lifelong career renewal (p. 18). 
Individuals are taking more initiative in planning and developing 
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their own careers. Today's adult is nnre self-directed, taking on llDre 
responsibility for his/her own learning . 
. . . The simple truth is that we are entering into a 
strange new world in which rapid change 'Will be the only 
stable characteristic. And this simple truth has several 
radical implications for education and learning. 
For one thing, this implies that it is no longer 
realistic to define the purpose of education as trans-
mitting "What is mown. In a world in which the half-life 
of many facts (and skills) may be ten years or less, half 
of "What a person has acquired at the age of twenty may be 
obsolete by the time that person is thirty. Thus, the main 
purpose of education must now be to develop the skills of 
inquiry. When a person leaves schooling he or she must 
not only have a foundation of lmowledge acquired in the 
course of learning to inquire but, more importantly, also 
have the ability to go on acquiring new knowledge easily 
and skillfully the rest of his or her life . 
. . . To be adequate for our strange new -world we must 
come to think of learning as being the same as living. We 
TIB.lst learn from everything we do; we must exploit every 
experience as a 'learning experience' (Knowles, 1977, 
pp. 15-16). 
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In any successful career developrrent program the employee must supply 
the motivation and interest in enhancing and developing their own career. 
TI1e benefits for the individual who assumes this role are significant. 
His or her feelings of self-determination and personal growth are matched 
only by the enhanced employability, health and well being and improved 
quality of life the employee will experience (Connelly, 1979). 
Employees can and should be involved in the career developrrent 
system. 
It should be obvious that each person must be involved in 
his or her own career development. To yield progranrning 
to sorreone else is to abandon responsibility for one's work-
ing life and one's contribution to an organization. The 
ulti.m9.te responsibility for lifelong learning and career 
development rests on the individual (Hill, 1976, p. 15). 
The Implications and Impact Career Development 
Programs Have on the Employer 
Career development programs should be done not just for the employees 
but also for the benefit of the organization. As MOravec (1982, p. 29) 
sta-i;:.es, "If a career program is properly planned and mma.ged it can be a 
cost-effective human resource mma.gement tool." J:.bravec gives an example 
of one barlk' s career cotmseling program which saved 1. 95 million dollars 
in a year. This esti.m9.te was based on tabulations which reflected a 65 
percent reduced turnover, 85 percent improvement in performance, 25 per-
cent increased productivity and 75 percent increased promotability. 
A company may experience other benefits beyond the dollar cost 
savings from career developIIEnt programs. The programs are expected to 
provide one or rrore of the following: 
1. 1'bre effective development of available talent to aid when pro-
moting from within; 
2. Jvbre efficient deployment of hum:m resources within and between 
divisions or geographic locations; 
3. A demJnstration of a tangible corrrnitment to EEO, Affinnative 
Action and the corporate image; 
4. Satisfaction of employee's personal developrrent needs; 
5. ~roved perfonnance through on-the-job training experiences 
provided by horizontal and vertical career rroves; 
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6. Increased employee loyalty and nntivation, leading to a decreased 
turnover; 
7. A method of determining training and development needs (l-bravec, 
1982). 
Additional benefits for the company include improved productivity 
and improved use of managerial talent. One of the primary nnti ves for 
a program is to attract, develop and retain the best people for the 
organization. Pete Osenar (cited in Hastings, 1982, p. 24), Senior Vice-
President for Ameri Trust, states that "the only way to increase produc-
tivity is to improve the individual's ability to see the job in a way 
he or she has not seen it to date or make a change in the person/job 
fit." 
Even though there are rn.llrerous benefits for the organization, the 
implications of a half-hearted career development program can produce 
negative results. Cynicism can develop on the part of the subordinates 
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who participate in career planning and then perceive no change in their 
career progress. Supervisors can become annoyed and complain that it 
takes too much time from their real responsibilities. This occurs par-
ticularly when they do not see the company using the infonnation they 
collect and they are not rewarded for their job in career development. 
Confusion on the part of middle managers can also take place. They are 
not able to see how career planning ties into their long range operating 
plan. 
Desirable features or criteria of career planning/development pro-
grams are the ideas that individuals should be able to articulate and 
specify their desires (consistent with the jobs available), that the 
corporation will endeavor to natch those needs as much as possible and 
not be capricious or arbitrary, and that the corporation will follow 
through on comnitments and expectations which are raised (Hastings, 
1982). 
Surrmary 
The previous literature has reviewed the types of career development 
progranlS offered in organizations. It has shown a wide variety of pro-
grams offered, as well as a number of programs which reoccur consistently. 
It has also been derronstrated through literature that both the employer 
and individual employee have a role in the career developrrent process. 
CHAPTER III 
PROCEDURES 
This chapter details the procedures for collecting data relevant to 
the purpose of the study outlined in Chapter I. Included are: 1) the 
selection of the subjects; 2) the creation of the questionnaire; 3) the 
collection of the data; 4) the procedures selected for analyzing the 
data. 
Selection of the Subjects 
Subjects for the study were selected from a list of Tulsa companies 
provided by the Tulsa Metropolitan Chamber of Corrrnerce. This data listed 
all companies in Tulsa according to the number of employees within that 
organization. The companies used in this study were selected from the 
list if their organization employed 750 or rrore employees. The companies 
with 750 or more employees were selected because they were expected to 
have imre career development programs (CDP) for their employees. (See 
Appendix A for the listing of Tulsa companies.) 
Creation of the Questionnaire 
A questionnaire was developed to send to the 39 Tulsa corrpanies which 
were identified as having 750 or rrore employees. The instrument was used 
by the researcher for the identification and assessm=nt of career devel-
opment programs provided by Tulsa ccmpanies. The questionnaire utilized 
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both nultiple choice and open-ended question techniques. 
The questionnaire method was chosen because of the nature of the 
specific data requested. The data necessary to answer several of the 
questions required specific numbers or dollar figures that could not be 
gained from discussing general programs within a company. Also the 
researcher was limited by the aIIDlil1t of time available to collect the 
data. The questionnaire allowed for a broader response in a limited time 
fraIIE. The questiorm.aire questions compiled by the researcher covered 
specific items regarding types of career development programs: 1) com-
panies with existing programs; 2) types of programs provided to the 
employee; 3) types of programs which companies plan to implement in the 
corning years; 4) level of support from manae;ement toward the program. 
A field test of the first draft of the questionnaire format was 
conducted on an experienced organizational consultant, Dr. Fred Droege, 
Vice-President, Orgariization Development, The Williams Companies . 'The 
questionnaire was also administered to 25 individuals from both general 
business and education.al environments. After review and comnents, changes 
were made in the questionnaire to make it as clear and concise as possi-
ble. (See Appendi..~ B for the final copy of the questionnaire.) 
Collection of Data 
The eight-question instrument included both multiple choice and 
fill-in-the-blank questions. The questionnaire was mailed to the person 
who held the highest humm resource position in the organization. A 
cover letter was attached to eacl1 questionnaire which stated the intro-
duction and purpose of the survey. (See Appendix C for a copy of the 
cover letter.) The survey questions were designed to be as short and 
concise as possible, yet provide extensive data on career developrrent 
programs offered. 
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The first mailing of questionnaires received a response from 21 
organizations. A follow-up letter and questionnaire were mailed four 
weeks later to those companies who had made no response. The second 
letter was mailed in an attempt to get a higher response rate. The 
second letter generated nine additional returned qt.i.estionnaires. 'Thx:> 
companies returned the questionnaire stating they did not wish to parti-
cipate in the survey. A total of 28 companies, or 72 percent, returned 
completed questionnaires. 
It was felt after reviewing the 28 questionnaires received from 
both mailings that a 72 percent return of the questionnaires was high 
enough to be representative of the sample companies selected. (See 
Appendix D for a copy of the follow-up cover letter.) 
Analysis 
To analyze the data from the questionnaire, the responses of the 
companies were compiled. The findings were then organized according to 
survey questions and presented in table format, using absolute frequen-
cies and relative frequencies. 
CHAPTER IV 
PRESEN.rATION OF FTIIDINGS 
In this section the results of the questionnaire on career develop-
ment programs in selected Tulsa companies are discussed. The question-
naire administered to companies with 750 or rrore employees is presented 
in detail. 
Findings are organized according to questions and presented in 
tabular fonmt to indicate absolute and relative frequencies. Each 
question is stated as presented in the questionnaire. A su:rmarized 
survey response is then highlighted. Next a table showing survey 
results to that question is presented. Totals may indicate rrore than 
one res:p::inse per company. 
Questionnaire Response 
A total of 30 questionnaires, or 77 percent, were returned. Fram 
these 30 responses, two were returned uncCII1pleted, stating they did not 
wish to participate in the survey, leaving a total response of 28 com-
panies, or 72 percent. Organizations completing the questionnaire data 
were given the option of remaining anonyrrous but ·were asked to identify 
the nature of their business. 'Thirteen companies identified themselves 
as "non-manufacturing (utilities, transportation)", 13 identified them-
selves as "manufacturing (oil, gas, chemical, food, beverage)", and two 
cCII1panies did not indicate their type of business. 
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The questionnaire also requested the title of the individual who 
completed the form. Seventeen participants were engaged in some func-
tion of personnel, while eight were involved in training and development. 
Three participants did not identify their titles. 
Question One: ~loyee Career 
Development Programs 
Responses to Question One are given in Tables I, II, III and IV. 
The canpanies responded to Question One: "tbes your company have any of 
the following types of career developrrent programs or are you currently 
considering any for irnplenEntation? If yes, please indicate the number 
of years in operation and what groups of employees are involved." 
The data in Table I show the types of career development programs 
being offered by the respondents. Twenty-six companies, or 93 percent, 
indicated they had a job performance/ appraisal system and 71 percent had 
an internal job posting system. Sixty-one percent of the companies said 
they offered fonnal individual career counseling and 50 percent had a 
pre-retirement comseling program. 
The data in Table II indicate the type of employees which are 
allowed to participate in the career development programs discussed in 
Table I. The employees are categorized as exempt and non-exempt. Exempt 
employees are considered salaried professionals. Non-exempt employees 
include the hourly and clerical workers. The data in Table II show 23 
canpanies, or 88 percent, had a job perfonnance/appraisal system for both 
exempt and non-exempt employees. Of those companies which offered career 
development programs, at least 50 percent or rrore of the companies 
offered the programs to the exempt employees. Only one company, of 11 
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companies which responded, offered fonnal succession planning to their 
non-exempt employees. The highest percentage of programs offered to both 
the exempt and non-exempt employees included job perfonnance/appraisal 
system, intemal job posting system, individual career counseling, skills 
inventory data bank, outplacem:nt and pre-retirement col.IDseling. 
TABLE I 
NUMBER OF CC11PANIES OFFERJNG VARIOUS 
CAREER DEVELOPMENT PROGRAMS 
Response•'• 
Program Yes 
N 0-/ N lo 
Job Performance/Appraisal System 26 93 2 
Internal Job Posting System 20 71 8 
Career Planning WorJ:..shops 6 21 22 
Formal Individual Career Col.IDseling 17 61 11 
Skills Inventory Data Bank 10 36 18 
Formal Succession Planning 11 39 17 
Career I...a.dders 10 36 18 
Outplacement Col.IDseling 11 39 17 
Pre-retirement Col.IDseling 14 50 14 
·k = 28 company responses . 
No 
% 
7 
29 
79 
39 
64 
61 
64 
61 
50 
The data in Tabl~ III indicate the number of corrpanies which do not 
have the specific career development programs listed :iJ.1 the questionnaire, 
23 
but plan to i.rrplenEnt these programs in the next two years. Eleven 
companies, or 61 percent of the companies 'Which indicated they do not 
currently have a skills inventory data bank, plan to :implement this pro-
gram in the next two years. Seven companies indicated they plan to 
i.rrplement forrral succession planning, and five companies indicated pre-
retire:nent comseling prograI!LS were planned. As the data in Table III 
indicate, the planned career development programs will be offered to 
both the exempt and non-exempt employees. 
The data in Table Nindicate the number of years companies have 
offered career development programs to their employees. Fourteen com-
panies, or 50 percent of those that responded, indicated job perfonnance/ 
appraisal system had been offered for ten years or longer. Companies 
indicated the majority of their career development programs had been 
offered at least two years, but not over ten years. 
Companies were given the opportunity in Question One to list other 
career development programs offered to their employees but not listed on 
the questionnaire. They responded with the data in Table V. 
Question Two: External Career Development 
Responses to Question Two are presented in Table VI. The companies 
responded to Question Two: "Does the company send employees to outside 
career development workshops or seminars?" Seven companies, or 27 per-
cent of the 26 companies which responded, indicated they frequently sent 
employees to career developrrent opportunities outside the company. Eight 
companies, or 31 percent, indicated they s0ID2t~s sent their employees 
to career development programs, and eight companies , or 31 percent, indi-
cated they seldom sent their employees to such programs. 
TABLE II 
NUMBER OF COMPANIES OFFERL.'\JG CAREER DEVELOPMENT 
PRcx;RAMS TO EXEMPT AND NON-EXEMPT EMPLOYEES 
Number Responses~·, 
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Program Offering Exempt Hon-Exernpt 
Program N Cl/ N % lo 
Job Perfonnance/Appraisal 
System 26 23 88 23 88 
Internal Job Posting 
System 20 13 65 13 65 
Career Planning Work.shops 6 3 50 2 33 
Fonnal Individual Career 
Counseling 17 11 65 10 59 
Skills Inventory Data Bank 10 10 100 8 80 
Fonnal Succession Plarming 11 6 55 1 9 
Career ladders 10 7 70 3 30 
Outplacement Counseling 11 10 91 10 91 
Pre-retirement Counseling 14 11 79 11 79 
* = A total of 26 companies responded. Companies completed only the 
section which applied to their organization. Numbers do not total 26. 
Not all companies responded to all parts of the question. 
Program 
TABlE III 
NUMBER OF CAREER DEVEIDPMENT PROGRAMS PLANNED 
WITHIN TI1E NEXT 'IWO YEARS BUT 
NOT YET JMPLEMENTED 
Number Not Plan To For 
Offering Implement Exempt 
25 
For 
Non-
Exempt 
Program Program Employees Employees 
N % N N 
Job Performance/ 
Appraisal System 2 2 100 2 2 
Internal Job Posting 
System 8 2 25 1 2 
Career Planning 
Workshops 22 2 9 1 1 
ForrIB.l Individual 
Career Co1Il1seling 11 1 9 1 1 
Skills Inventory 
Data Bank 18 11 61 8 6 
ForrIB.l Succession 
Planning 17 7 41 5 2 
Career Ladders 18 4 22 2 3 
Outplacement Co1Il1seling 17 1 6 1 1 
Pre-retirement 
Cc:>unsel ing 14 5 36 4 4 
T.ABIE IV 
NUMBER OF YEARS COMPANIES HAVE OFFERED 
CAREER DEVELOPMENI' PROGRAMS 
Number Under 2 2-10 
Program Offering Years Years 
Program N N 
Job Performance/Appraisal 
System 25 2 9 
Internal Job Posting System 18 2 11 
Career Planning Workshops 4 2 1 
Fonnal Individual Career 
Coilllseling 15 4 7 
Skills Inventory D:lta Bank 8 2 5 
Form:i.l Succession Planning 7 1 4 
Career Ladders 10 2 6 
Outplacement CotDl.seling 7 2 3 
Pre-retirement CotDl.seling 11 0 7 
26 
11-20 Over 30 
Years Years 
N N 
12 2 
6 0 
1 0 
4 0 
1 0 
2 0 
2 0 
1 1 
1 3 
TABLE V 
CAREER IBVELOPMENT PR.cx;RAM.S OFFERED BY COMPANIES 
BUT NOT LISTED ON QUESTIONNAIRE 
Program 
Supervisor Skills and Coaching 
Interviewing Techniques 
Problem Solving/Decision 113king 
Custorrer Service Comm.mication Workshop 
Internal Development 
In-House Supervisory Training 
In-House Training Technical and General 
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Responses 
N 
1 
1 
1 
1 
2 
2 
3 
TABIE VI 
PERCENTAGE OF CCMPANIES WHIQ-I ENCOURAGE EMPI.DYEES 
TO ATIEND OUTSIDE CAREER DEVEI.DPMENT PROGRAMS 
Company Response N·'~ " 
Always 
Frequently 7 
Sometimes 8 
Seldom 8 
Never 3 
~,, = 26 companies responded to this question. 
Question Three: Employee 
Time Off With Pay 
Responses to Question Three are presented in Table VII. The com-
28 
% 
27 
31 
31 
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panies responded to the question: ''May employees take ti.m= off with pay 
to participate in career development 'WOrkshops or seminars?" Nineteen 
corr:panies, or 76 percent of the corr:panies that responded, indicated they 
did allow ernployees time off with pay to attend career development 'WOrk-
shops and seminars. 
Question Four: Department Ach:ninistering 
c:areer Development Programs 
Responses to Question Four are presented in Table VIII. The com-
panies responded to the question, ''What department(s) are included in 
administering the career development programs listed in Question One?" 
TABIB VII 
PER~""TAGE OF CCMPANIES THAT ALlJJW Tll1E OFF WITH PAY 
TO PARTICIPA'IE IN CAREER IBVEIDPMENT PR(X;RAMS 
Company Response 
Yes 
No 
~~ = 25 companies responded to this question. 
TABI.E VIII 
N_,_ 
" 
19 
6 
1YPE OF DEPARTMENT WITHIN CCMPA.NY WHICH IS RESPONSIBIB 
FOR A.IffiNIS'IERING CAREER DEVELOPMENT PRCX;RAMS 
Department 
Personnel/Human Resources 
Adrrrinistrative Services 
Training and Development 
Other Departments: 
Employee Benefits and Compensation 
Each Functional Department 
Education/Instruction 
Career Counseling and Placement 
Continuing Education 
N_,_ 
" 
26 
8 
14 
1 
3 
2 
1 
1 
29 
% 
76 
24 
% 
96 
30 
54 
4 
11 
7 
4 
4 
~·, = 27 canpanies responded. Companies were asked to check all answers 
that applied to their organization. 
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Twenty-six companies, or 96 percent, indicated the Personnel/Ht.Ullail 
Resources Department played a part in adnrinistering career development 
programs. Fourteen, or 54 percent of the cornpanies, indicated the Train-
ing and Development Department was also responsible for sane portion of 
the career development programs. 
Companies also listed any other departments that played a part in 
administering career development programs. Three companies, or 11 per-
cent, indicated each ft.m.ctional department 'Within their organization had 
some responsibility for the career development programs. 
Question Five: Budget for Career 
Development Programs 
Responses to Question Five are presented in Table IX. The companies 
responded to the question: ''How much would you estimate the company 
sper.ds on career development programs in actual budgeted dollars?" Eight 
companies, or 30 percent of the companies that responded to this ques-
tion, indicated over $100,000 were budgeted for career development pro-
grams. Nine, or 33 percent, stated $10,000-$50,000 were budgeted, and 
five, or 19 percent of the companies, indicated less than $10,000 had 
been actually budgeted for career developrrent programs. 
Question Six: Mmagement Support for 
C.areer Development Programs 
Responses to Question Six are presented in Table X. The companies 
responded to the question: ''Frau what level of the company does the 
strongest support for career development programs come?" Fifteen com-
panies, or 58 percent, indicated they received a "great deal of support" 
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for their career development programs from senior management. Six corn-
panies, or 23 percent, indicated they received a "great deal of support" 
frc:m their Board of Directors. 
TABIB IX 
ACTUAL OOLLA.RS CCMPANIES HAVE BUD:;ETED FOR 
CAREER DEVELOPMENT PROGRAMS 
Arrount Budgeted tJ,\• 
Less than $10,000 5 
$10,000-$50,000 9 
$50,000-$100,000 2 
Over $100,000 8 
Unknown 3 
-k27 companies responded. 
Question Seven: Why Companies Have 
Career Development Programs 
Responses to Question Seven are presented in Table XI. The com-
% 
19 
33 
7 
30 
11 
panies responded to the question: ''What is the best response describing 
why the cc:mpany has or is considering career development programs?'' Com-
panies responded with a variety of reasons for career programs. Employee 
growth and reduced turnover were rrentioned several times as incentives 
for companies to provide career development programs to their employees. 
TABI.E X 
AMOUNT OF SUPPORT COMPANIES RECEIVE FRCM ~GEMENT 
FOR 'IHEIR CAREER DEVELDPMENT PROGRAMS 
Great Deal Little 
Management Level of Support Support 
5 4 3 2 
N % N % N % N lo 
Board of Directors 6 23 8 31 
Chairmm 7 27 2 8 5 19 
President 13 so 2 8 4 15 
Senior Management 15 58 4 15 5 19 
Middle ~~nagerrent 14 54 1 4 4 15 1 4 
~·~ = 26 cor;ipanies responded to one or rrore parts. of this question. 
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Negative 
Support 
1 
N "'! 10 
1 4 
TABIE XI 
REASONS COMPANIES OFFER CAREER DEVELOPMENT PROGRAMS 
Reason 
Continued growth. 
Employee satisfaction, productivity and m:>rale. 
:t1..ltual growth and self-actualization. 
To develop promotion/management skills and sources. 
Recruitment/Retention. 
Investment in human resources. 
Filling positions internally. 
Required by law. 
Long-tern1 developrrent. 
Reduce turnover. 
Prepares errployees for management responsibilities. 
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Response~·, 
2 
2 
5 
3 
2 
1 
2 
1 
1 
1 
1 
~·, = 21 companies responded to this question. Responses were combined 
in the overall categories of growth, reduced turnover and other for analy-
sis purposes. 
Question Eight: Career Development 
Program Implementation 
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Responses to Question Eight are presented in Table XII. The com-
panies responded to Question Eight: "Which of the following individuals 
implement the career development programs listed below on a day to day 
basis?" 
Twenty-one companies, or 66 percent of those responding, indicated 
the job perfonnance/appraisal system was administered by the inrnediate 
supervisor. Eighteen companies, or 90 percent of those responding, 
indicated the internal job posting system was administered by Personnel 
representatives. Responses also indicated that Personnel representatives 
administer the skills inventory data bank, outplacement and pre-retirement 
counseling programs a majority of the ~ime. The program noted as being 
handled the most by company trainers was the career planning VX)rkshops. 
Smrrnary 
Responses frcrn the companies surveyed showed the majority of com-
panies had some type of career development programs. Ninety-three per-
cent had a job perfonnance/ appraisal system, 71 percent had an internal 
job posting system, and 61 percent indicated they offered fonnal indi-
vidual career counseling. The career development programs are offered 
to both exempt and non-exempt in varying degrees. The job perfonnance/ 
appraisal system had the largest response indicating its availability 
to both exempt and non-exempt employees. Only one company indicated the 
fonnal succession planning program was available to non-exempt employees. 
The majority of companies indicated they som=tilres or seldom sent employees 
to outside career development workshops or seminars. However, 19 companies 
/ 
TABLE XII 
PERCENTAGE OF lW,JAG'!KiIT PERSONNEL i\IHO IMPLEMENT CAREER 
DEVELOPMENT PROGRAMS ON A DAY TO DAY BASIS 
Total Department Imnediate Career Company 
Program Responses;'<· :Managers Supervisors Counselors Trainers 
i.~ H C"/ N a: N c-1 N % lo lo lo 
Job Perfonnance/Appraisal 
System 32 7 22 21 66 - - - -
Internal Job Posting 
System 20 - - 2 10 - - - -
Career Planning Workshops 16 2 13 - - 2 13 6 37 
Formal In<li vi dual Career 
Counseling 28 3 11 5 18 l;. 14 3 11 
Skills Inventory Data 
Bank 16 - - - - - - 2 13 
Formal Succession Planning 23 7 30 2 9 - - 2 9 
Career Ladders 19 6 30 2 11 - - 2 11 
Outplacement Counseling 14 - - 1 7 2 14 2 14 
Pre-Retirement Co1.mseling 17 - - - - - - 1 6 
Personnel 
Representatives Other 
n % N % 
4 12 
18 90 
4 25 2 13 
11 39 2 7 
12 75 2 13 
9 39 3 13 
7 37 2 11 
9 6!+ 
13 76 3 18 
;, = 27 companies responded to question. Companies were asked to respond to-eacn stateoent that-applied. 
i'-Jote: Percentages were rounded to the highest whole number. 
w 
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or 26 percent indicated employees may take time off with pay to partici-
pate in career development v.orkshops. 
The survey data indicated that the Personnel/Human Resources and the 
Training and Development departments -were the primary groups in adminis-
tering career development programs. With one exception, the job perfor-
mance/appraisal system program, Personnel representatives and canpany 
trainers -were also the primary individuals seen as administering the 
career development programs. The majority of responses indicated the 
irrmediate supervisor implemented the job performance/appraisal system. 
CHAPTER V 
SUMMARY, CONCWSIONS AND RECOM1END_.\TIONS 
This chapter concludes the study by offering a surrnary and discus-
sion of the results in three parts. 1he first section gives an overview 
and surrrna.ry of the completed study. Tne conclusions of the research are 
presented next, and the recorrnendation5 for further research and practice 
are presented in section three. 
St.nmlaIY 
The concept of career development programs has been in existence for 
several decades, yet the scope and expansion of these programs has in-
creased and is sorrewhat lIDdefined for most businesses and industries in 
the Tulsa area with 750 or more e.rrployees. The purpose of this study was 
to find out which companies had existing career development programs, what 
types of programs were l.ll1der consideration for implementation, and what 
level of support came from management toward these programs . 
The questioruiaire method was used by the researcher to obtain infor-
mation from 28 Tulsa companies with 750 or roore employees. The eight-
question instrument was designed to obtain infonnation related to the 
career development programs in selected Tulsa companies. 
The findings of this study indicated that 27, or 96 percent, had 
at least one already existing career development program. Only one com-
pany of those who completed the questionnaire did not have any career 
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development programs. Twenty-six companies indicated they had a job 
performance/appraisal system. Twenty companies indicated they had an 
internal job posting system. Only six companies offered career planning 
workshops while 17 offered fonnal individualized career cm.mseling. Ten 
companies offered a career laddering program and skills inventory data 
bank. Eleven companies offered formal succession planning and outplace-
ment counseling. A pre-retirement counseling program was offered by 14 
companies. 
Eighteen companies plan to implement career development programs in 
the next two years. The skills inventory data bank program was planned 
by 11 companies while seven companies plan a formal succession planni11g 
program. 
Seven of the companies which participated in the survey frequently 
encourage their employees to attend career development programs outside 
the company, while eight corrpanies sometimes do so. The majority of com-
panies responded that employees were able to take time off with pay to 
attend the "outside" career development programs. 
The greatest level of support for career developm2nt programs ·was 
received fran senior management. Middle management was the next level 
from which a great deal of support toward career programs was received. 
The least an:ount of support given was from the ooard of Directors. 
Conclusions 
After reviewing the responses received from the 28 Tulsa companies 
with 750 or more employees, several conclusions can be made: 
1. The job performance/appraisal system was available r1ost often by 
the selected Tulsa companies, while career planning workshops were 
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offered the least. 
2. fure career development programs were offered to exempt than 
non-exempt employees . 
3. The skills inventory data bank was the rrost frequently mentioned 
program canpanies plan to implement in the next tw::> years. 
4. Pre-retirement counseling, job perfonrance/appraisal system and 
outplacanent counseling programs bave been in existence the longest. 
5. The majority of c~anies usually encourage employees to attend 
outside career development programs and allow the employee time off with 
pay to do so. 
6. Tne Personnel/Human Resources Department is roost often respon-
sible for administering career development programs. The Training and 
Development Department is the second area roost often used for administering 
these programs. 
7. The majority of ccxnpanies had less than $50,000 budgeted for 
career development programs. 
8. The greatest aimunt of support for career development programs 
carnE? from senior mmagement. 
9. Mutual growth and self-actualization was the major reason com-
panies offer career development programs. 
10. The job perfonrance/appraisal system was implemented rmst often 
by the innediate supervisor. 
11. (',ompany trainers were IIDSt often, responsible for administering 
career planning workshops on a day to day basis. 
Reconmendations 
The results of the study have implications for recorrrnendations for 
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practice and further research. Reconnendations specific to career devel-
opment programs in the Tulsa area with 750 or more errployees are considered 
lillder the following areas: career development skills, management aware-
ness, program develo~t for non-exerrpt employees. 
Career Development Skills 
Employers need to be more aware of giving the employee the proper 
tools to begin developing career plans so the employee can be better 
equipped to use all the career programs available. The career planning 
work.shop provides the errployee the opportunity to identify sldlls, abili-
ties and interests so that he or she may rrore confidently meet the demands 
of their present job. Tne career developnent program also bas many impli-
cations on future job choices the individual may mike. 
Managanent Awareness 
C.orrmunication to all levels of management, the progress, results and 
impact of career development programs on the organization's human re-
sources is essential. Future program development and support depends to 
a great extent on vvhat part career development programs play in being 
effective, cost-saving programs. Camunicating reduced turnover rates, 
enhanced recruitment efforts and higher internal promotion figures can 
encourage all levels of IIJ811agement to fully support the efforts of career 
development programs within the organization. 
Program Development for Non-Exempt Employees 
Key to an organization's growth and development is its ability to 
provide errployees the opportt.rrlity to expand their skills and advance in 
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their careers (Lippitt, 1979). Allowing non-exempt employees to identify 
their interests, set attainable goals and plan for career moves enhances 
the productivity and prOITDtability of the employee within the organiza-
tion. 
Further Research 
Further research and practice needs to be conducted on the career 
developm2nt programs that are offered by Tulsa companies. A survey of 
employee satisfaction in companies with career development programs ~uuld 
provide knowledge of the interaction between employees and e2cisting pro-
grams. Additional research could also be conducted on the benefits of 
career development programs in relation to decreasing turnover, enhancing 
recruitrnent, employee productivity and internal prOIIDtability. 
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APPENDIX A 
LIST OF TULSA CCMPAJ.'ITES PROVIDED BY TULSA 
METROPOLITAN CI:W1BER OF CCM-1ERCE 
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TULSA EMPLOYERS 
5000 Emnlovees·Alld ~ 
American Airlines, 3800 Mingo Road, 74151, 832-2110 
Phillipa Petroleum, 102 FPB, Bartlesville, OK 74004, 661-5630 
Tulsa Public Scliools, 3027 Sout.h New Haven, P.O. Box 45208, 74145, 743-3381 
3000-5000 Employees 
Cities Seivl.ce Oil Co., 110 West 7th Street, Box 300, 74102, 586-2211 
1000-3000 Emnlovees 
AGRICO Chemical Co., Clue Williama Center, Box 3166, 74101, 588-2000 
C•! NATCO, 5330 East 31st Street, 74135, 492-7549 
Hillcrest Medical Center, 1120 South Utica, 584· 135 l 
McDonnell-Douglas Corp., 2000 North Memorial Drive, 74115,836-1616 
Oklahoma Natural Gas Co., 624 South Boston, Box 871, .74102, 583·6160 
Oklahoma Osteopathic Hospital, 744 West 9t.h, 74127, 587-2561 
Public Service Co., 600 South Mai.ll, Box 201, 74102, 582.;1511 
Rockwell International, 2000 North Memorial Drive, Box 51308, 74151, 835-3111 
Safeway Stores, 4477 South 7-0th East Avenue, Box 2808, 74101, 627-5120 
St. Francis Hospital, 6161 South Yale, 74177, 492·8672 
St. John Medical Center, 1932 South Utica, 74104, 744-2345 
Sears and Roebuck, 1901 South Yale, 74112, 936•5432 
Southwestern Belli 1720 South Boulder, Box 1380, 74102, 585-6911 
Sun Oil Co., DX Division, 1900 South Union, 586-7060 
Unit Rig and Equipment Co., 5400 South 49th west Avenue, Box 3107, i4101, 446-5581 
The Willia.ma Companies, Inc., One Williams Center, Box 2400, 74101,. 588-2000 
750-999 Emplovees 
A.~OCO Production Co., 521 South Boston, Box 59'1, 74102, 581-3011 
~nk of Oklahoma, Bank of Oklahoma Tower, Box 2300, 74192, 588-6000 
Byron Jackson Pump-Division Borg-Warner, 2865 East Skelly Drive, Box 7452, 74105, 
749-5721 
Crane Carrier Corp., 1925 South Sheridan Road, Box 51191, 74151, 836-1651 
Flint Steel Co., 2440 South Yukon, Box 1289, 74101, 584-3621 
Gate City Steel, 801 North Xanthus, Box 2620, 74101, 583-5881 (Linda Bowles) 
Kreske Co. (K-Mart) 
Liberty Glass Co. (Sapulpa), Collins Building, Box 520, 74066, 224-1440 
?iewspaper Printing Corp., 315 South Boulder, Box 1770, 74102, 583·2161 
Oklahoma Blue Cross and Blue Shield, 1215 South Boulder, Box 3283, i4102, 583-0861 
Resource Science Corp., 6600 South Yale, 74177, 4~6-5000 
Seismograph Service Corp., 6200 East 4lst Street, Box 1590, 74102, 627-3330 
Shell Oil Co., 6502 Sou~ Yale, Box 80, 74102, 496·4000 
Skelly Oil Co., 5th and Boston, Box 591, 74102 
Standard Oil of Indiana (..\o~OCO), Amoco Building, 581-3011 
Universi,ty of Tulsa, 600 South College, 74104, 939·6351 
ZEBCO Division, Brunswick Corp., 6101 East Apache, Box 270, 74101, 336-5581 
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APPENDIX B 
FINAL COPY OF QUESTIONNAIRE 
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Calpany Name (optional) : 
Type of Business (please c:oiq:>lete t..'ri.s section if ca:r:pa."1.y rum:e is emitted): 
_ Non-manufacturing (utilities, transportation) 
l1mufacturi..ng (oil, gas, chEmi.cal, food, beverage) = Financial (banks, insu:'ance) 
Number of Employees: E:\S!pt/Professicmal __ _ Nonexa:t;>t/Hourly, Clerical 
Uame/Title of Person Coci:pleting Fe=: 
Note: For the puI?Ose of this questionnaire, "Career Development Prograr:is" refers to 
any program provided to help en;:>loyees identify, establish o::- gain direction 
in their career decisions. It does r.ot include specific cou=ses or seminars 
to i..--icrease the enployee' s tec.'mical job ca::peter.ce. 
Please check the appropr_ate response: 
1. Ik>es your ~any have any of the following types of career develoµnent programs or are you 
currently consider'...ng my for :il!lplanentation? If yes, please indicate the number of :rears 
in operation and what groups of enployees are involved. Check all that apply. 
A. Job Perfor:nance/ ~.DPraisal 
Syste::t .. 
B. Internal Job Posting System 
C. Career Planning Worksh:lps 
D. For.nal Individual Caree= 
Counseli."'lg 
E. Skills L'1Ventory De.ta Bar.k 
F. Foi-...al Succession Planning 
G. Career ladders 
H. 0u...'1'lacement Counseling 
I. Pre-reti=E!llet'l.t Counseling 
J. Ot..1-ier: 
No. of 
Years in 
Yes Ooeration 
Plan to 
!I.icle:nent in 
No Ne.~ 2 Years 
If YOIJX response was ''no" on all parts of w'"le previc--15 i:;uestion, please ans-i£:' the nert r::wo 
quest:i..-ns (2 ar.d 3) and ret:u:rn the survey. If your response i;.;a.s "yes" on any of the sectior.s 
above, please answer all of t.'1e follw ... ""lg questions (2-8). 
2. I:Oes t.'"le ca:r:pany send eiployees t:o outside ca:reer developce:t v.crkshops or se!:li.-.ars? 0-£ck 
one. 
_Always - Frequently Seldcc! !\ever 
3. Hay enployees take time oE wi:..11 pay to participate in career c!eveloµ:rent v.orksl:-.ops or 
se::iinars? Check one. 
Yes No 
(over) 
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2. 
4. \.lhat depart:::ient(s) are included in aani.'"lister..ng the career develoµ:ient prograrr.s listed 
in question l? Check all that apply. 
Persormel/Humm Resources 
Administrative Se.."'Vices 
5. How l!l.lC.'1 would you estimate the coc:pany spends on career developamt progra:r..s in acnial 
l:udgeted dollars? Greek one. 
Less than $10,000 $10,000-50,000 $50,000-100,000 O'ITer $100,000 
6. Fran what level of the canpany does t.11.e strongest s~t for career develop::ient prograr.'.15 
com;? Please fill in the mst appropriate nunber for eac...11 title. (5 = great deal of support, 
3 =- little s-.ipport, 1 = negative support.) 
Board of Directors 
Cb.air.nan = President 
Senior Hanage:e:u: 
- Middle Y..anagem=nc 
- -
7. What is the best response descti.bing why t."ie c~ has or is conside=:!.!'..g career cievelop!!E!lt 
programs? 
8. Which of foe followi..-ig indi:vidua.ls ~lem:nt t.'1e caree:: eevelo~t programs listed below on 
a day to day basis? Please fill in the a;ipropr'...ate number. (1 = Departrl:m: }:tanagers, 
2 = Im:rediate Supe:rvi...so::, 3 = Career C..."IJI'lSelors, 4 .. ~any T::ai..J.ers, 5 = Personnel 
Representatives, 6 = Ot..'1er.) 
A. Job Performance/Appraisal System 
B. Int:e.."!lal Job Post:!ng Sysce;i 
C. Career Planning i;orksrops 
D. Formal Individual Career c.u-unselir.g 
E. S'l<ills Inventory Data Bank 
F. Formal Succession Pl.a:nn.:L.-ig 
G. Career Ladders 
H. Out:placE!!le!lt Counseling 
I. Pre-retire:ner.t Counseli."lg 
J. Other: 
Pl.ease ret:J:rn to: Hs. Jana Fuiz 
Qro.e Williams Center 
p. 0. Box 2400 
Tulsa, Ct:: 741.')l 
APPENDIX C 
COVER IBTIER FOR FIRST MAILING OF QUESTIONNAIRE 
TO SELEC1ED TUISA COMPANIES 
50 
il ~ i 
Oklaho111a State University 
HUMAN RESOURCES DEVELOPMENT CENTER 
Jtme 1, 1982 
Walter M::Cadden 
Manager, Employee Relations 
Atrerican Air lines , fac. 
3800 N. ~'i.:ingo 
Tulsa, OK 74151 
I would appreciate, Mr. McCadden, 
I STILLWATER, OKLAHOMA 74078 CLASSROOM BUILDING 406 (405) 624-6275 
your help as I gather data to canplete my Master's thesis report on 
Career Planning and Developrrent Practices in Tulsa corrq:ianies. 
Your corrpany is asked to participate in this questionnaire based on the 
size of your organization and the possible career development programs 
you provide for your employees. All data is considered confidential 
and for reporting purposes will not be associated with individual 
corrpany names . 
Your prorrpt respcnse in canpleting and returning this questionnaire 
is sincerely appreciated. 
Sincerely, 
Jana L. Ruiz 
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COv.cR I.ETIER FOR SECOND MAILING OF QUESTIONNAIRE 
TO SELECTED TULSA COMPANIES 
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[[JBITJ 
Oklahon1a State Unirersity 
HUMAN RESOURCES DEVELOPMENT CENTER 
June 23, 1982 
Walter M::Cadden 
Manager, Employee Relations 
Al'!Erican Airlines, Inc. 
3800 N. Mingo 
Tulsa, OK 74151 
Recently, Mr. McCadden, 
I STILLWATER, OKLAHOMA 74078 CLASSROOM BUILDINC 406 1405) 624-6275 
I requested your help in corqileting a questionnaire as I gathered 
data to further my Master's thesis report on Career Planning and 
Development Practices in Tulsa conpanies. 
Your conpany was asked to participate in the career developrrent 
survey based on the size of your organization and the possible 
career development programs you provide for your employees. If 
you have been tmable to canplete the questionnaire to date, your 
prooptness in responding viould be appreciated. 
Enclosed for your convenience please find a second copy of the 
questionnaire. If your canpany chose to ranain anonyrrous and has 
returned the questiormaire, please disregard this second request. 
Thank you for your assistance. 
Sincerely, 
Jana L. Ruiz 
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